How do corporations attempt to regulate the ways middle managers draw on discourses centred on 'effectiveness' and 'ethics' in their identity work, and how do these individuals respond? We analyse the discursive struggle over what it meant to be a competent manager at Disneyland where middle managers were encouraged to construe their selves in ways which emphasized 'being effective' over 'being ethical', and managers responded with identity work which positioned them as searching for the practical wisdom (phronesis) to make decisions that were both effective and moral. The theoretical contribution we make is twofold. First, we analyse processes of identity regulation and identity work at Disneyland, highlighting divergences between corporate injunctions and middle managers appropriations of them, regarding what it meant to be a practically wise manager. Second, we discuss a phronetic identity narrative template, contestable both by organizations and managers, in which people are positioned as questing for the practical wisdom to make decisions that are both moral and effective, and phronesis as an image by which scholars may analyse identities and identity work. This leads us to a more nuanced understanding of middle manager identities and the scope they have to constitute their selves as moral agents.
How do corporations seek to discipline the ways middle managers draw on discourses centred on 'effectiveness' and 'ethics' in their identity work, and how do these individuals respond? Organizational control is accomplished in part through processes of identity regulation in which employees identities are disciplined by officially sanctioned discourses (Alvesson and Willmott, 2002; Foucault, 1977) . Often, these discourses emphasize that managers ought to ensure they are effective in their roles (Fayol, 1949; Mintzberg, 1973; Taylor, 1911) . Increasingly, however, it is recognized that managers are caught in webs of relationships and contingent choices which require them to make judgements informed by practical moralities (Holt, 2006; MacIntyre, 1981) . We analyse the discursive struggle over what it meant to be a competent manager at Disneyland (Paris) where middle managers, when faced with equivocal circumstances, were encouraged to construe their selves in ways which emphasized 'being effective' over 'being ethical' -and managers responded with identity work which positioned them as searching for the practical and prudential wisdom (phronesis) to make decisions that were both effective and moral (Dunne, 1993; Nonaka, Chia, Holt and Peltokorpi, 2014) . Drawing on and complementing research on narrative identities (Giddens, 1991) , authored through processes of identity construction (Sveningsson and Alvesson, 2003) , we analyse Disney's attempts to regulate managers' identity work, and the self-narratives these efforts evoked.
Our study is important for three sets of reasons. First, while considerable attention has been devoted to identity regulation, less explored is how organizations attempt to mould managers' identities so that they emphasize being 'effective' over ethical considerations. There is, as Watson (2003: 168) asserts, a need for in-depth studies that highlight the relations of power and control in which managers are embedded to examine further 'the extent to which the manager in a modern corporation has scope to act in a way informed by personal, as opposed to corporate, moral criteria' (Hales, 1999) . Second, despite recognition across the social sciences that identities may be construed through narratives (Holstein and Gubrium, 2000; McAdams, 1993; Ricoeur, 1991) , Ibarra and Barbulescu (2010: 135) nevertheless argue that 'narrative forms of expressing and claiming identity have not received adequate attention in organizational research'. Certainly, few studies have focused specifically on how middle managers, who are often confronted '…with irreconcilable conflicts of value or morality' (Watson, 2003: 171) , draw on discourses of 'effectiveness' and 'ethics'. Third, although the concept of phronesis (Flyvbjerg, 2001; Flyvbjerg, et al., 2012; Holt, 2006) and the phenomenon of identity work (Brown, 2015; Ybema et al., 2009 ) have both separately attracted attention, scholars have not yet discussed systematically phronesis, identities and identity construction.
We analyse how middle managers responded to a specific corporate-sponsored programme designed to produce them as competent agents who privileged effectiveness, and how managers engaged in discursive identity work (Kuhn, 2006; Tracy and Trethewey, 2005) which positioned them as questing for the practical wisdom to make what they described as both effective and moral decisions in equivocal circumstances. The theoretical contribution we make is twofold. First, we analyse processes of identity regulation and identity work at Disney, highlighting divergences between official-corporate injunctions and middle managers appropriations of them, regarding what it meant to be a practically wise manager. Second, we outline a phronetic identity narrative template, contestable both by organizations and managers, in which people are positioned as questing for the practical sagacity to make decisions that are both moral and effective, and discuss phronesis as an image by which scholars may analyse identities and identity work. The utility of recognizing phronesis as a type of narrative identity and as an image is that it focuses attention on, and assists analyses of, how people say that they draw on discourses relating to ethics and effectiveness in self-construction. This leads us to a more nuanced understanding of middle manager identities and the scope they have to constitute their selves as moral agents.
Identity Regulation, Middle Managers and Phronesis

Identity Regulation
One strand of theorizing regards identity work i.e. '…the mutually constitutive processes whereby people strive to shape a relatively coherent and distinctive notion of personal self-identity' (Watson, 2008: 129 [emphasis in original] ) as strongly imposed upon by work organizations (Mumby, 2005; Townley, 1993) . Managers' identity work has been shown to be structured through systems of appraisal, socialization, and training which result in identities that have been described as 'regulated' (Alvesson and Willmott, 2002) , 'engineered' (Kunda, 1992) and 'disciplined' (Foucault, 1977) . Drawing in particular on Foucault's concept of disciplinary power considerable attention has been paid to how employees are 'fabricated' through organizational processes of surveillance and normalization which render them docile and constitute them as 'subjects' (Gabriel, 1999; Thornborrow and Brown, 2009 ). This stream of research emphasizes how individuals are coerced to produce themselves through 'technologies of the self', in the form of self-examination (which constitutes the self as a measurable object) and avowal (by which the self is constituted as a subject to be verbalized, judged and improved). By these means people are led to accept the official discursive resources for identity work made available to them and 'transform themselves' to attain a notional 'state of happiness, purity, wisdom, perfection, or immortality' (Foucault, 1988: 18 ).
Yet most scholars recognize that individuals have scope to 'agentially play' (Newton, 1998: 430) with discursive resources. Rather than 'ascribed' managers identities are best described as 'crafted' in local contexts that permit reflexive actors variously to accept and accommodate but also adapt and contest organizational prescriptions (Fleming and Spicer, 2003) . As Kuhn (2006: 682) has argued, people have the capacity for 'reflection, resourcefulness and resistance' and it is important that in analysing employees at work scholars account adequately for 'the active, choice-making subject'. Indeed, considerable theorising supports the idea that people are '(co)authors of their subjectivities' (Kuhn, 2006: 684) able to creatively appropriate narrative identities from locally available multiple and fragmented discourses (Kuhn, et al. 2008) .
What is at stake in these struggles are the preferred identity narratives that employees work on. Through processes of identity work, people craft identity narratives -accounts that make an important point about the narrator -and these are both expressive and constitutive of individuals' identities (Giddens, 1991; McAdams, 1993; Ricoeur, 1991) . Identity narratives are constituted within discursive regimes (Alvesson and Willmott, 2002) , reflexively organized (Giddens, 1991) , continually revised both through personal soliloquy (Athens, 1994) and social interactions (Goffman, 1959) , and rather than stable or unified tend generally to incorporate tensions and to be fluid (Gergen, 1991) . Organizational researchers have relatively recently but increasingly turned their attention to narrative identities in the workplace that are 'productive of a degree of existential continuity and security' (Alvesson and Willmott, 2002: 625-6; Down and Reveley, 2009; Hoyer and Steyaert, 2015; Watson, 2009) . One stream of research aims to identify and analyse distinct (narrative) identities (Collinson, 2003; Gabriel, Gray and Goregaokar, 2010; Knights and Clarke, 2014; Thornborrow and Brown, 2009) . Relatedly, scholars, such as Alvesson (2010) have identified a number of key images used to frame identities, including surfers, strugglers, stencils, self-doubters, soldiers, strategists and storytellers. Our study contributes to this theorising by (i) identifying a specific type of narrative identity that we label 'phronetic', and analysing divergences at Disney between corporate and employee conceptions of it, and (ii) highlighting phronesis as another image which scholars may use to analyse identities and identity work.
Middle Managers
Since Dopson and Stewart (1990: 3) posed the question 'What is happening to middle management?' extensive attention has focused on these workers (Balogun and Johnson, 2005;  Harding, Lee and Ford, 2014) . Consensus that managerial work is often fragmented, reactive and interrupted (Mintzberg, 1973) , has been complemented by analyses of how managers deal with conflicting and ambiguous corporate prescriptions (McCabe, 2010) . Characterizations of middle manager identities as 'increasingly problematic' (Thomas and Linstead, 2002: 72) , precarious and vulnerable (Sims, 2003) , insecure, fragile and angst-ridden (Watson, 1996) , but also sometimes enriched and empowered (Currie and White, 2012) are indicative of their 'equivocal positions' in organizations (Willmott, 1997 (Willmott, : 1337 . Moreover, 'surprisingly little is known about how organizational actors practically manage the tensions resulting from the concomitant search for profit and social responsibility' (Ghadiri, Gond and Bres, 2015: 594) , making middle managers particularly interesting for studies of identity such as ours.
One discourse, relating not just to middle but all managers, and which is prominent in both scholarly debates and work organizations, suggests that they are (or should strive to be) effective (Delmestri and Walgenbach, 2005; Mintzberg, 1973) . Effectiveness is, of course, a contested concept, and has been construed differently in distinct streams of theorising. Early 'scientific management' descriptions of managers focused on the importance of rationality, neutrality, task-focus, systemic thinking and resource-optimizing (Fayol, 1949; Taylor, 1911) .
'Human relations' theorists emphasised soft skills such as leadership, motivation, and communication (Herzberg, 1968) . Recent theorising insists that managers empower subordinates and encourage entrepreneurialism (Pendleton, 2003) . All, however, position managers as required to work effectively to 'make decisions and allocate resources' (Gosling and Mintzberg, 2003: 8) and to aspire '…to achieve…mastery -in talk and in "reality" ' (Clark and Salaman, 1998: 152) . In this discourse, managers are often morally 'mute' (Bird and Waters, 1989) , forced, 'to bracket, while at work, the moralities that they might hold outside the workplace' (Jackall, 1988: 6) , and who in their practices have no moral responsibilities or concern for substantive questions of the good (MacIntyre, 1981) . Many scholars, however, decry those who act as 'exploitative agents of capital' (Hales, 1999: 339) driven by instrumentalism (March, 2003: 205) .
Increasingly, concern with 'effectiveness' has been complemented, sometimes challenged, by the rise of a discourse centred on corporate social responsibility (CSR), (Crane and Matten, 2007; Matten and Moon, 2008) , and ethics in management more generally (Jackson, 2001) . The increasing prominence of ethical issues has in part been fed by vigorous debates on what constitute appropriate HR practices and the rights of employees at work (McWilliams and Siegel, 2001 ). This multi-perspectival discourse insists on the role of ethics in managers' practices (Holt, 2006) , and their work identities (Kornberger and Brown, 2007) , and recognizes that the denial of personal morality at work is so difficult only 'the most brutalized or fanatical of managers' are 'capable of consistently denying personal involvement in, and a degree of responsibility for, the decision[s] that he or she takes' Willmott, 1999: 1350) . Quite what it means in practice to 'be ethical', is hotly contested by scholars who favour moral accounting systems based on deontology (focused on rules, duties or principles), consequentialism (concerned with the outcomes of actions) and virtue ethics (which emphasize moral character) (Singer, 1993) . There is, though, increasing consensus that moral 'imperatives' are not 'a "bolt-on" convenience' (Holt, 2006 (Holt, : 1661 but intrinsic to processes of identity work, and both constrain and enable managers action. What is less clear is how managers are disciplined by corporations' local identity regulatory practices regarding discourses relating to effectiveness and ethics, and how managers respond to such exhortations.
Ethics, Managers and Phronesis
At a micro-level, post-structural sensibilities which insist that in matters of morality 'there are no right views, just a number of perspectives' (Duska, 1993: 235) combined with empirical studies which show that 'organizational practice…has a complexity that the moral theories cannot capture' (Nyberg, 2008: 588) , have led to a focus on individuals' situated decision making (Holt, 2006; Shotter and Tsoukas, 2014) . Debates on managers' applied moralities are associated with calls for 'more attention… to be paid to the notion of practical wisdom' (Weaver, 2006: 358) , and in particular the concept of phronesis. As Clarke et al. (2009: 328) argue, managers seek 'the necessary homeopathic sensitivity and reflexive maturity to make "good" decisions subject to their own judgement'.
Phronesis, together with episteme (universal truth or validity) and techne (technique, technology or art) is one of three classes of intellectual virtue Aristotle (1985) describes in the Nichomachean Ethics. Defined as a form of 'prudential judgement' (Nonaka et al., 2014: 368) , 'practical wisdom' (Shotter and Tsoukas, 2014: 235) , or 'sagacity' (Holt, 2006 (Holt, : 1661 , considerable attention has focused on phronesis as a kind of knowledge that juxtaposes "knowing why" with "knowing how" and "knowing what" (Nonaka, Toyama and Hirata, 2008: 54) in order to facilitate the realization of the 'collective common good' (Nonaka et al., 2014: 369; Flyvbjerg, 2001; Flyvbjerg et al., 2012) . There is, moreover, agreement that phronesis is developed and applied by people in context with reference to particular circumstances and events involving character, learning, intuition and competence, ratiocination and emotion, and is cultivated through experience and in relation to others (Nyberg, 2008: 590) . It is, thus, directly relevant to the question of how '…practically thinking agents, embedded in social practices' say they 'act in complex circumstances, in which the alternatives available to them are at first not clear…?' (Shotter and Tsoukas, 2014: 228) .
Discussion of phronesis in organization studies has generally been in relation to 'praxis' (Dunne, 1993) , 'capacities' (Shotter and Tsoukas, 2014) , and practices of leadership and management (Holt, 2006; Shotter and Tsoukas, 2014) . This said, theorists have not infrequently observed that the concept of phronesis needs also to be understood in relation to issues of self and identity (Clarke et al., 2009; Dunne, 1993) and in particular how the practically wise agent, phronimos, is constituted in relation to others (Holt, 2006) . Phronesis has been described as a self-cultivating form of action (Dunne, 1993: 244-246) , which 'expresses the kind of person one is' (Nonaka et al., 2014: 369) and '…an aspect of "who" one would like to be' (Shotter and Tsoukas, 2014: 1674) . These observations have their roots in Aristotle's (1985) initial formulation of the concept which ties morality to personhood: '…we cannot be really good without practical wisdom, or practically wise without virtue of character ' (p.118) . However, these links to identity are yet to be explored in detail, and there has been little consideration of phronesis as an identity type or image and how locally available versions are embedded in disputes involving identity regulation and identity work.
Research Design
This interpretive study was conceived to analyse the identities of middle managers (termed locally 'managers') working at Disneyland (Paris). The study is embedded in the 'linguistic turn' in the social sciences (Alvesson and Kärreman, 2000) and focuses on individuals' practices of talk that 'systematically form the objects of which they speak' (Foucault, 1972: 49) . From this perspective, talk is an important form of social action, people's 'realities' are linguistic constructions, and such verbalizations are not accoutrements to but constitutive of their local worlds (Austin, 1975; Searle, 1969; Wittgenstein, 1967) . Consonant with 'trends away from monolithic…and…essentialistic views on identity' (Sveningsson and Alvesson, 2003: 1164) we analyse how embedded agents actively deploy language to author their identities through processes of 'identity work' (Clarke and Knights, 2015; Down and Reveley, 2009; Knights and Clarke, 2015; Kuhn, 2006 Kuhn, , 2009 Sveningsson and Alvesson, 2003) . While these constructions may serve rationalization or impression management purposes (among others) this does not render them in any sense unimportant. People's talk may be interpreted by a researcher as, for example, a rationalization for who one is, but that talk is, nevertheless, both identity work and identity constitutive (Ybema, et al., 2009) .
Case Context
The decision to study identity work issues at Disney was influenced by prior research which has noted its culture of uniformity, close official attention to how language is used, and emphasis on hierarchy (Van Maanen, 1992) . Other studies concerned with power and control have analysed the 'exploitation, privilege, domination, power, discipline, and control practices of this storytelling organization' (Boje, 1995 (Boje, : 1008 Smith and Eisenberg, 1987) . These were strongly suggestive to us that Disneyland (Paris), which is reputedly a close copy of the American original, would be an appropriate organization to research how identities are construed locally through language.
Opened in April 1992 Disneyland (Paris) welcomes 1.6 million tourists per annum. The largest cadre of worker are termed 'cast members'. These are supervised by 1300 'team leaders' who report to nearly 500 'managers' (from which cohort our interviewees were drawn). The managers we interviewed had responsibility for up to 4 team leaders and dozens of cast members (the mean was approximately 30), functioned in a wide range of contexts (e.g., attractions, hotels, theatres), performed a variety of activities (such as casting, human resources, risk management, and finance) and were in charge of employees engaged in diverse jobs including phone operators, waiters, stage performers, and clean-up crews. 'Managers' reported to 'senior managers' who formed part of a chain of command that culminated in board members.
In 2002 French law was amended to emphasize organizations' responsibilities for their employees' mental health. Over the next few years' media attention on occupational mental health issues, and especially work related suicide, began to intensify (Lerouge, 2010) 
Data Collection
The data for this research, which were collected over 12 months from December 2010
by one of the co-authors of this paper, were of three broad types: interview, observational and documentary. Fifty semi-structured interviews were conducted with 29 individuals: three OHSD staff responsible for the conception and delivery of the programme, an executive from Disney's Corporate University, a senior manager involved in the design of the programme, and 24 managers (see Table 1 ) who participated in it (21 of whom were interviewed twice ii ). The managers were initially interviewed approximately 4 weeks after they had attended a training session and then again 4-6 months later. The interviews were conducted in French in managers' offices and varied in length from 40 to 100 minutes, with a mean duration of 60 minutes iii . We asked a broad range of questions that focused primarily on managers' self-identity and also some more specific questions regarding their experiences dealing with 'problematic'
subordinates. For example: how would you describe yourself as a manager? What did you learn from the programme? How have you changed your management practices as a result of the programme? All interviews were audio recorded and fully transcribed to yield a total dataset of 418,000 words.
In addition, the primary researcher attended two of the 2-day training sessions and three 'coffee managers' meetings about how best to deal with challenging subordinates, during which extensive notes (e.g. regarding timing, the exercises used, participants' reactions, interactions between the managers and the trainers, and the managers and trainers' talk as well as the managers' stories) were taken. We also collected secondary data from Disney's web site, all 16 newsletters sent to managers, all supplementary documents related to the training sessions, and other documentation relating to the programme. 
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Data Analysis
Our approach to data analysis was based '…upon a critical, poststructuralist epistemology' (Legreco and Tracy, 2009: 1520) and on theorising which suggests that power and control are exercised through language (Fairclough, 1989) , and that identities are created through discourse (Ybema and al., 2009 ). The focus of our analysis was Disney's attempts to regulate managers' identities and the identity practices evident in middle managers selfnarrations. Our mode of analysis aligns with other studies which have analysed interviewees' identities as practical, discursive, fluid accomplishments that are co-constructed with researchers (Bardon et. al., 2015; Clarke et al., 2009; Kuhn, 2006 Kuhn, , 2009 Watson, 2009 ). This meant identifying both explicit identity work (e.g. 'I am a decisive manager') and other forms of talk where participants 'said' something where identity was clearly importantly at stake (e.g.
'When you are a manager, you have to be fair').
With the data loaded into Nvivo10, the process of data analysis involved searching for patterns of meaning articulated by participants centred on identity construction processes linked to dominant official discourses. Our evolving interpretations were made in collaboration with our research participants, with whom the primary researcher was in close contact, and to whom preliminary findings were presented in two formal feedback sessions. From an early stage, it became clear that the most interesting themes in our data related to how 'official' discourses at Disney prescribed that in dealing with 'problematic' subordinates managers should be both effective and ethical but emphasized being effective, and how managers appropriated these injunctions in their identity work. This emergent framework was refined over a period of several months as we engaged in iterative processes whereby our data, evolving interpretations and themes were confronted, juxtaposed, discarded and refined until our empirical data were exhausted. Through continued reading and discussion between all three authors of this paper, we identified the key components of the discourses relating to effectiveness, and ethics, three prescribed guidelines which emphasized the importance of being effective (rules are rules, protection of collective interests, and self-protection), and identity work in which managers appropriated these discursive resources in their quest for phronesis.
Our procedures, while systematic, must be understood in the context that the authorial choices we have made reflect our methodological predilections regarding what constitute interesting and meaningful data, and preferences in terms of representational strategies: that is, the results presented in the next sections are the emergent products of our prejudices concerning what is most important in the data (Watson, 1994: 78) .
Discipline, Identity Work and Phronesis
The purpose of these sections is twofold. First, we demonstrate how Disney sought to discipline the identity work of managers by specifying what it meant to be 'effective' and 'ethical' and advising managers that it was practically wise to focus on effectiveness when circumstances required. This meant that (i) rules should be followed, (ii) collective interests protected, and (iii) managers ought to privilege their well-being over that of their 'problematic' subordinates. Second, we analyse how individuals authored versions of their selves as questing for the practical wisdom to make good decisions by (i) 'sensibly' drawing on official discursive resources and conforming to Disney's prescriptions to privilege being effective and (ii) creatively constructing themselves as both effective and ethical in ways that were not aligned with corporate prescriptions.
Disciplining Identity Work
The programme went live on 14 th December 2010, and was run by three OHSD staff: a team leader, a psychologist and a principal trainer. Its major component were 2-day training sessions for all managers (8 to 10 individuals per session) during which a variety of videos, written case studies and other exercises were used to 'educate' managers regarding how they should respond to 'problematic' (as defined by the managers who participated in the programme) subordinates. The workshops were followed-up with monthly 'coffee-managers' sessions (from March 2011) during which managers were given the opportunity for 90 minutes to share problems they had with their subordinates and to be provided with advice from OHSD staff and their peers on how best to solve them. In addition, managers were sent monthly newsletters which included minutes of the 'coffee-managers' sessions: Managers were informed that, in those instances where subordinates were particularly needy, it was also prudent to restrict the empathy and assistance they provided to them in order to protect themselves ('self-protection'). That is, the official discourse highlighted the importance of managers being able to remain sufficiently detached from their staff to be effective: In sum, insisting managers narrate their own difficult experiences with 'problematic' subordinates in front of their peers and the trainer, the programme acted as a technology of power with panoptic qualities in which participants were objectified and made visible. It provided them with a defined set of discursive resources for their identity work in relation to 'problematic' subordinates, coerced them into providing accounts of how they had dealt with difficult situations, and these versions of the self were then corrected in group discussions led by the trainers. Talking through multiple examples, often led managers to work on their selves in conformity with official Disney prescriptions.
Managers' Conformist Identity Work
During our interviews, the managers frequently described themselves in line with official discourse, construing themselves as striving to be effective performers of their duties who communicated well and were thoughtful:
'I always try, always, always, always, to be as clear as possible, to always give examples… I've never given someone feedback without giving him a clear image and say "OK, you know what you have in your hands now, and how you can do it".' (Emilie) 'Is there a real risk? I try to put things in perspective. Is it serious or is it not? This is one of the main questions that I'm asking myself all the time.' (Noé)
Managers also frequently constructed versions of themselves using official discourse relating to ethics, and how they sought to be empathetic, helpful and fair:
' In this narrative Julie draws on official discourses to author herself as someone who is both effective (proactive, a good communicator and mindful) and, to an extent, ethical (humane, helpful and fair). She relates how she sought initially to solve the issue by allocating minor tasks to this subordinate but that she quickly realised this was only a short-term 'fix' because these duties were not commensurate with the subordinate's salary grade (i.e. against the rules), and also that it was damaging the team (i.e. not protecting collective interests).
However, she did not act rashly or insensitively but patiently and flexibly pursued a compromise which satisfied both the individual and the corporation. She credits the OHSD programme and notably the discussions she had with the trainer and the others managers as being helpful not just in the process of finding a solution to this work issue, but in 'correcting' her behaviour, making her a 'better' i.e. more decisive manager. Julie's story thus attests to the programme's role in regulating her identity work and her reflexive appreciation of these processes. This is an identity narrative in which Julie constructs herself as a practically-wise manager: she tells how she drew astutely on official discourses relating to both effectiveness and ethics, taking into account guidelines regarding rules and team interests, and ultimately made a 'good', contextually appropriate decision, which suited her subordinate and benefitted Disney.
Managers' Creative Identity Work
Managers, however, said that they had some latitude to make decisions as they saw fit, and did not merely define themselves in accord with Disney's prescriptions. While they almost never made statements that directly contested Disney's official discourse, nevertheless they maintained, for instance, that there were circumstances in which it was judicious to bend or subvert rules, for instance to assist people in distress. In many instances they were concerned, when subordinates experienced problems to act prudently so as not 'to worsen the situation' Tiphaine's comment is particularly interesting because it shows how an element of the official ethics discourse ('being humane') was employed creatively by managers to explain and to justify their behaviour. In short, managers said that they were engaged in ongoing struggles to work out how best to do their jobs, ensure their personal well-being, and care adequately for their staff.
We end with an example of an identity-related narrative in which a manager (Ugo) 
I told them that it was a special case that I am taking care of it, that they should trust me. I didn't want to lose my credibility as a manager but I could not give them details. In parallel, I told her to go to a gynaecologist and I also sent her to the occupational physician. I talked to her regularly on an informal basis to support her. Now, she feels better and her performance has improved. I didn't blame her or problematize her. I did the right thing.
This is an identity narrative in which Ugo constructs himself as a practically-wise manager by contravening officially-sanctioned guidelines and privileging 'being ethical' in order to be effective. In this narrative, Ugo relates how he initially sought to solve the issue by organizing a disciplinary interview (i.e. following the rules). However, during this interview, he comes to recognize that the subordinate is in genuine distress and encourages her to talk to him (i.e. being humane, helpful). Even though he is uncomfortable, and the underlying issue not germane to his formal position as a manager, (i.e. not protecting himself), he decides to suspend the disciplinary process (i.e. not follow the rules). Further, he was conscious that not sanctioning the subordinate may jeopardise his credibility as a manager because his team might regard his action as not protecting collective interests. In order to retain his authority as a manager he ensured his team knew what he was doing (i.e. was an effective communicator and enactor). Finally, he asserts that he took the morally and pragmatically 'right' decision which led to an improvement in the subordinate's wellbeing and work performance, and thus was effective by 'being ethical'.
Discussion
In this section, we consider how our study contributes to extant literature in two principal ways. First, we discuss further how Disney sought to regulate managers' identities and identity work through the OHSD programme and how the managers' responded to these efforts. Our case highlights the discursive struggle between Disney and its staff regarding what it meant to be a practically wise (phronetic) manager. Second, drawing on our case, we discuss both a phronetic identity narrative template in which people are positioned as questing for the practical wisdom to make effective, moral judgements, and phronesis as an image by which scholars may analyse identities and identity work. The value of recognizing phronesis as a type of narrative identity and as an image is that it focuses attention on, and assists analyses of, a particular set of identity activities, i.e. how people say that they draw on discourses relating to ethics and effectiveness in processes of self-construction. This leads us to reflect on middle manager identities more generally, and the scope they have to constitute their selves as moral agents.
Identity Regulation, Identity Work and Phronesis
The OHSD programme functioned to regulate managers' identities through three sets of -intimately related and overlapping -disciplinary processes. First, participants were offered a particular understanding of what it meant to be a practically wise manager, i.e. someone who drew on discourses associated with effectiveness and ethics but who, when circumstances required, 'sensibly' focused on being effective. This template for competence was presented as an 'ideal' which the managers were encouraged to integrate in to their narratives of self.
Second, the programme provided an opportunity for senior staff to monitor, assess and adjust managers' self-narratives. Managers' accounts of how they had dealt (and were currently dealing) with so-called 'problematic' subordinates were 'confessed' to the trainers (and their peers) who then sought to 'correct' managers' self-narratives, by highlighting the importance of formal rules, attending to collective interests, and protecting their own psychological wellbeing. Third, throughout the formal training days, and subsequently by means of newsletters and follow-up 'coffee managers meetings', managers were encouraged to work on their selves through processes of self-assessment and avowal. Fundamentally, the programme was designed to encourage managers to engage in technologies of the self, to introspect and appraise themselves against Disney's official views on what being a competent manager entailed, and, if they discovered discrepancies, to refashion their identities to better conform to corporate requirements.
This analysis sheds light on one means by which work organizations attempt to regulate employees' preferred identities by defining what it means to be a practically wise manager, and shows how entwined are individuals self-disciplining and institutional disciplinary processes.
The programme, and in particular the conception of practical wisdom it championed, was, arguably, a means for taming individuals, of rendering them docile through processes that Foucault refers to as 'dressage'. It made individuals 'calculable', that is, susceptible to being evaluated, compared and corrected, with the objective of normalizing them. In part, this was accomplished by insisting that participants' talk about specific 'problem' cases, rendering visible their views regarding what it meant for them to be a competent manager, which trainers could then work on and 'perfect' according to official guidelines. Managers themselves were placed in an invidious position where they were invited to 'confess' to having problems which they required help to address, and this vulnerability instigated 'a search for constant reaffirmation of identity, to secure the acknowledgement, recognition and confirmation of self in practices confirmed by others [trainers and peers] as desirable' (Thornborrow and Brown, 2009: 370) vi .
Managers, however, were not merely the passive consumers of the programme's discourse, and they also appropriated corporate strictures to constitute versions of their selves as practically wise in ways which, contra Disney, jointly emphasized the importance of being both effective and ethical. While we have no data on individuals' motivations, scholars interested in managers performances of their selves at work might interpret this discursive work as a form of impression management designed to defend themselves from criticism by presenting themselves as 'good' people (Goffman, 1959) , or perhaps to mitigate intra-psychic conflict. From our perspective, what is important is that managers were able to draw on other resources (their personal codes of ethics) and fashioned their selves from this unstable, contingent 'array of discursive possibilities' (Kuhn, 2006 (Kuhn, : 1354 . Notably, this phronetic identity work was not the result of internal soliloquies (Athens, 1994) performed by isolated individuals but occurred through interactions with others within the specific web of relationships in which people were embedded. The opinions and advice of significant othersincluding senior managers, HR staff members and peers -were regarded by managers as important discursive resources both in making appropriate decisions in equivocal circumstances and, concomitantly, in constructing themselves as phronetic (i.e. as a practically wise) agents.
Our findings confirm other studies that have found professionals to have 'room for manoeuvre for mediating…contradictions and discontinuities' between the official discourses to which they are subject within organizational settings (Iedema, et al., 2004: 17) . Though, rather than overtly contradicting normative injunctions, managers insisted that they were effective but in ways which maintained or promoted the interests of their people: for managers, effectiveness was 'a distinctively moral concept' (MacIntyre, 1981: 71) . Indeed, one of our most notable findings was that, despite not being heavily surveilled by their seniors and thus having considerable day-to-day discretion in the conduct of their roles, middle managers very rarely directly contested Disney's rules and guidelines for conduct. In their identity work, managers' drew largely on official discursive resources, melding them to fashion versions of their selves that suited them, and there was little evidence that they regarded such reformulations of official discourse as a form of 'resistance'. As Burrell (1988: 226) has observed, however tactical, makeshift and creative managers consider their identity work, they are always 'already caught in the nets of "discipline"'. Arguably, at Disney, managers' understandings of what it meant to be a practically wise manager were framed within a matrix of possibilities that were tilted in favour of acceptance and conformity.
Phronesis, Middle Managers and Identity
Centred on the concept of phronesis, our findings contribute to considerable prior research on types of work-life narratives, (Gabriel, Gray and Goregaokar, 2010; Knights and Clarke, 2014) and images for the analysis of identities and identity work (Alvesson, 2010; Brown, 2015) . Recognition of phronesis as both a type of narrative identity and an image for analysis usefully focuses attention on the important but rarely specifically addressed issue of how practicing managers draw on discourses centred on ethics and effectiveness in their identity construction processes. This study also addresses calls for scholars to investigate '…what it is to be a moral agent' (Weaver, 2006: 341) with reference in particular to the identities and identity work of middle managers.
Our case suggests that there is a phronetic identity story-type or template, and that different versions of it may be favoured by different constituencies in organizations. Arguing inductively from our data, a phronetic identity is a narrative in which an individual describes him or herself as questing for the wisdom to make appropriate decisions in ambiguous and equivocal situations driven by the desire to do what is (notionally) right and good. It is a narrative that features (i) a desire to determine and enact prudent situation-specific decisions guided by a consistent, personal ethical sense and also (ii) accounts of how an individual confronted with moral complexity, where there are no obviously 'right' answers, has grappled with such difficulties (usually putatively effectively) and learnt to make 'good' judgements.
Such an identity is never fully achieved -the narrative can never be finalized -but is a project that must continually be worked on in each set of uncertain circumstances a manager faces. It and such work is not cold, rationalistic, or intellectually detached, but informed by a strong emotional attachment to people: as our study shows, for phronetic managers to be resourcefully responsive requires them 'to be moved emotionally by the situation at hand' (Shotter and Tsoukas, 2014: 235) .
Finally, our findings contribute to ongoing debates on middle managers faced with the realities of working in a contemporary for-profit organization in which senior managers exert significant control over the discursive context in which they operate. One dominant view is of middle manager identities as precarious and vulnerable (Sims, 2003) , insecure, fragile and angst-ridden (Hales, 1999: 343; Watson, 1996: 339) , sites for 'contradictory discourses' (Sveningsson and Alvesson, 2003: 1183) , and as evincing 'an ambivalent, fluctuating, ironic self, at war with itself and with its internalized images of self and other' (Kunda, 1992: 221) .
This study has (to an extent) confirmed but also enriched this perspective by shedding light on how managers talk about their selves in relation to discourses relating to ethics and effectiveness. Our findings also support theorizing which contends 'that managers are capable of developing a moral character' (Holt, 2006 (Holt, : 1661 and that a manager '…will necessarily become a moral actor in their job' (Watson, 2003: 173) . Middle managers said that they were able to use their judgement, their sense of what was right informed their decision-making, that they were not wholly constrained by official dictates, and that they took satisfaction in improving the lot of their subordinates while ensuring their (Disney's) work objectives were met. This suggests a more nuanced understanding of middle managers identities is required that blends awareness of their internal conflicts and self-doubts with comprehension that these can co-exist with a sense of achievement they gain from finding -through phronesissatisfactory solutions to workplace problems that confirm them (in their eyes) as being 'good' people.
Our study is particularly important at a time when middle managers are subject increasingly to intense and potentially incompatible CSR/ethics and HR/economic discourses.
They are required to meet ambitious business objectives while demonstrating sensitivity to workers' rights (Matten and Moon, 2008; McWilliams and Siegel, 2001) , and not only to assume responsibilities (e.g., for workers' welfare) that have traditionally been performed by HR specialists, but also "lead the way in fully integrating HR into the company's real work" (Ulrich, 1998: 125-6) . Now more than ever before middle managers are caught between competing agendas which require them both to support and nurture yet also exploit their staff to achieve short-term and strategic objectives (Whittaker and Marchington, 2003) . Our research, which investigates how corporations regulate the ways middle managers draw on discourses centered on 'effectiveness' and 'ethics' in their identity work, is, thus, particularly relevant for understanding of changing middle manager roles in contemporary organizations and also their 'heightened sense of indeterminacy, freedom and responsibility which is typical of modernity' (Willmott, 1994: 109) .
Limitations and Implications for Further Research
This study has several limitations that indicate the need for additional research. Most notably, our theorizing is based on the discourse of a cohort of European middle managers (and trainers) employed by a single company who organized and participated in a unique in-house management development programme. Additional research is required that examines phronetic identities and identity work in different contexts and settings, focuses on resources other than language (e.g., physical objects such as IT equipment, uniforms, jewellery etc.), and targets other categories of workers. There is in particular a need for research on phronesis that examines forms of action other than talk to investigate whether managers do as they say.
Researchers may also wish to attend to gender issues and analyse whether in other organizational settings male and female managers differ in terms of their emphasis on issues of care, responsibility, rights and rules in constructing their identities and in their ethical practices.
A discursive approach to the study of identities and identity regulation such as ours is open to the charge that it neglects how talk and text connect with other categories of action and have material (non-linguistic) consequences. Moreover, while our discursive perspective has led us to focus on how middle managers construed their identities through discourse, our concern with language should not, therefore, be taken as a form of what Mumby (2005) refers to as 'text positivism' which insists that 'organizations are nothing but text'; we need always to be aware that 'discourse gets played out in, and constitutes, a world that affects social actors at the level of the everyday' (Mumby, 2005: 39) . That is, while our study represents an initial attempt to analyze middle managers, identities and phronesis, further research using different ontological and epistemological assumptions from other perspectives is required which focuses specifically on how talk is translated into practices of management. Complementarily, research on identities, effectiveness and ethics designed specifically to feed into organizations' occupational health and other management development programmes might be valuable to practitioners. Such studies could, perhaps, do more to assist senior executives to appreciate the sensitivities involved in, and practical trade-offs between, issues of effectiveness and morality that middle managers have frequently to make, and the implications of these for people's mental health.
Conclusions
In this paper, we have analysed how Disney sought to regulate the identity work of a cohort of middle managers on an OHSD programme. We showed that managers appropriated normative strictures to author identities which emphasized locally defined conceptions of 'effectiveness', preferring instead to construct their selves as seeking to make decisions that were both effective and moral. Middle managers, we have argued, cannot be regarded simply as agents of capital and are not impelled merely 'to act in ways dictated by the wider imperatives of rational technical efficiency or of capital accumulation' (Hales, 1999: 339) .
Rather, managers construe themselves as seeking continuously for the practical acumen to draw wisely on ethics and effectiveness discourses in ways akin to Aristotle's and later commentators descriptions of phronesis as '…the pursuit of ethics in practice' (Nyberg, 2008: 587) . Middle managers, we have argued, are not merely effects of disciplinary power, but morally engaged and agentic, and take satisfaction in resolving work problems. Drawing on these findings, our contribution to theory has been to outline a phronetic narrative identity template and to suggest that phronesis might be a useful image for scholars to consider the distinctive kinds of phronetic identity work by which such identities are authored.
